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The study assessed the effects of motivation on employee performance. Also the study tested the existence of the relationship between motivation and employee performance. The variables under study involved financial motivation variables  such as skill variety, task identity, task significance, autonomy, task feedback, and recognition as well as non financial variables such as bonus, housing allowances, salary increment, vocational travel, and promotion. A positivism research design was used and the study used SPSS as the analysis software and the descriptive statistics, factor analysis (communalities and KMO) as well as multiple linear regressions were used to analyze the data and test the relationship between the variables. The findings indicated that motivation contributes to employee performance and organizational performance. The study urges business firms to improve on motivation packages in order to improve on employee performance. Further studies can be done on assessment of the effects motivation on other factors of the economy. 
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The chapter is organized into the following sub-sections: background of the study, objectives of the study, a statement of the problem, research questions and significance of the study.

1.2 Background of the Problem
The current economic situation has made the reward system, with focus on motivation bonuses and viable remuneration, a highly debated topic in media. Every company has some form of motivation system. Motivation systems are often used as a management tool for achieving desirable objectives. One of the most common purposes is to motivate employees to perform better. 

In today’s business culture, rewards, recognition and an enjoyable workplace have become extremely important for many reasons. Motivation is the key that gets people to do what they do. Armed with the knowledge of what is most important, creative solutions and the appropriate financial resources can be devoted to addressing the key issue. Without this knowledge, too much well-meaning effort might be expended trying to fix things that aren’t all that important to employees (Kreitner, 1998). It is in the light of this that issues concerning the employees are considered the driving force of every organization and must be given the needed attention, as it will affect their performance and the organization at large. One of the key issues that concern every worker in an organization has to do with the reward or compensation for their effort.
As argued by David, (2014), the performance of employees is considered very significant in the achievement of organizational goals. Motivation and employee performance have been the centre for many researchers, most of them looking at the environmental factors that affect employees performance. The researches have been conducted in many areas. In Kenya for example, Gichunge and Musungu (2010), established a direct relationship between motivation and employees’ productivity in the Kenyan Construction Industry. Many variable that affect employees performance have been identified by the empirical and theoretical literature review. Albeiti (2015) for example, found that motivation systems such as stock options, profit sharing, and pay were the most popular and had a positive effect on the performance of employees at Victoria Commercial Bank of Kenya.

CAST Masoud (2015), who conducted a study on the impacts of motivation on employee performance of some selected microfinance companies in Ghana established that leadership opportunities, recognition and employee appraisal, meeting employee expectations and socialization are the key factors that motivate employees. The findings further revealed that managerial standards, motivation, commitment, employee evaluations, positive work environment, technology, lack of incentives, comfort level and poor management are factors that affect employees’ performance. 

Organization performance depends on the contribution of employees’ motivation (Rutherford, 2010). Low employees’ motivation affects employees’ performance and in turn, the organization performance. Motivated employees’ are loyal, committed and productive and provide good services to the organization (Salanova and Kirmanen, 2010). The Employer would exercise employees’ motivation through a series of rewards for a job well done and effective organization performance (Swanson, 2011). Employees have both intrinsic and extrinsic needs. Employees who are intrinsically motivated, undertakes tasks satisfaction, for the feeling of accomplishment and self-actualization. On the other hand, an extrinsically motivated employee may perform activity duty in order to obtain a reward such as salary (Nadim et al, 2012).

Employees, as part of the organization have a significant role and impact to the performance of an organization. They have to run the operational process that led to organizational success. Therefore, it is important for us to know what factors that influence employee performance. It is also because the employee performance is a very significant factor affecting profitability of an organization. Inefficient job performance will bring about a tragedy to the organization as associated with lower productivity, profitability and overall organizational effectiveness. 

Measuring performance is an essential function in business management. Therefore as concluded by David, (2014) motivation is essential for employee performance. Previous studies have concentrated on exploring the effects of motivation and employees performance of different organizations mostly those that belong to the government and big organization. This study looks at motivation and employees performance in SME’s at Kinondoni municipal. Motivation has been classified into financial and non financial motivation. 

1.3 Statement of the Problem 
Motivation is an internal state and force, which encourages the individual to take a specific action. What is considered to be important as a motivation for a particular individual or group may be not important for another individual or group. Mixed results have portrayed in earlier studies regarding extrinsic motivation and their influence on employee performance. Some previous studies displayed the insignificant impact of few extrinsic factors on workers’ performances such as Kuvaaset al., (2017), Field et al., (1974), Rahman et al., (2017), Cannizzaroet al., (2017). Whereas other studies portrayed the insignificant impact of all extrinsic factors on employees’ performance such as Mulkiet al., (2017), Houston (2010), Hyun ( 2009), Gain et al., (2017). 

While other studies summarized the significant impact of all extrinsic factors on employees’ performance such as Casey et al., (2012), Yuan and Woodman (2010), Stella (2013), Parker et al., (2017), Bear et al., (2017), Ghanbahadur (2014). Recent study has revealed that all extrinsic factors are essential for improving employees’ performance. Hur, 2017; Chang and Teng, 2017; Sanjeev and Surya, 2016; Emeks et al., 2015; Emeka et al., (2015) and Attrams (2013) showed a positive and significant impact of hygiene factors for improving the employee satisfaction, talent and performance in the industry.  

Majority of organizations are competing to survive in competitive, volatile and fierce market environment. Financial and non financial motivations are essential tools for the success of any organization in the long run. Most studies were conducted in government sectors, banks, industries and few have looked at small and medium scale business. In Tanzania, there are few published researches; therefore this study looks at the influence and effect of motivation on employee performance of business firms at Kinondoni municipal.

1.4 Objectives of the Study 
This part presents the objectives of the study starting with the general objectives and the specific objectives of the study.

1.4.1 General Objective
This research assesses the effects of motivation on employee performance at Kinondoni municipality

1.4.2 Specific Objectives
i.	To examine the effects of financial motivation on employee performance
ii.	To find out the effects of non financial motivation  on employee performance
iii.	To find out the relationship between motivation and employee performance

2.5 Research Hypothesis 
This research study will use the following research hypothesis.
i.	H0: There is no relationship between financial motivation and employee performance
ii.	H0:  There is no relationship between non financial motivation  and employee performance
iii.	H0: There is no relationship between motivation and employee performance
2.6 Significance of the Research
The study will enable the researcher to meet the academic requirements of Master in Human Resource Management (MHRM) of The Open University of Tanzania. The findings of the study will be important sources of other researchers who will be interested in the same or related field since the study will be helpful in formulating empirical literature reviews. The research also will contribute to the provision of good knowledge to be used in solving employees’ complaints and problems facing SMS’s. Furthermore the study will assist employers and business firm owners in preparing good policies on providing better motivation packages so that they provide good and quality services hence good employees performance. 

2.7 Scope of the Study
The study was carried out Kinondoni Municipality, Dar es Salaam Tanzania. It examines the effects and importance of motivation on employee performance. Financial and non financial variables were used in the study.

2.8 Limitations of the Study
The study was only limited to data availability and language barrier. Also the time allocated for this research was very short. The cost incurred to prepare this study were also high and they included stationeries, transport, internet and consultation fees are very high to the extent that one has to stop   working and organizing for finances so that can be able to get the project going. It was also difficult to reach certain potential people with valuable information for this study. 

2.9 Organization of the Study
















This chapter presents an introduction and definition of key terms used in this study. This chapter also presents the theoretical literature and empirical literature review related to motivation and employee’s performance. In the end this chapter addresses the research gap and conceptual framework guiding this study.

2.2 Definition of Key Terms
2.2.1 Employee Performance 
Armstrong (2014) defines performance as the development of quantified objectives. Performance is not only a matter of what people achieves but how they achieve. Performance is also defined by Sultana et al. (2012) as the achievement of specified tasks against predetermined or identified standards of accuracy, completeness, cost and speed. High performance is a step towards the achievement of organizational goals and tasks. Platt and Sobotka (2010) assert that employee performance is the combined result of effort, ability and perception of tasks. The factors that affect the level of individual performance are motivation, ability and opportunity to participate (Armstrong, 2009). 

2.2.2 Motivation 
According to Re’em (2011), motivation is coined from the Latin word motus, a form of the verb movere, which means to move, influence, affect, and excite. Motivation by definition refers to what activates, directs human behavior and how this behavior is sustained to achieve a particular goal. Also it can be defined as the set of processes that arouse, direct and maintain human behavior towards attaining some goals. Jones (1955) argues that “motivation is concerned with how behavior gets started, is energized, is sustained, is directed, is stopped and what kind of subjective reaction is present in the organization while all this is going on.

Dessler (2001) also defined motivation as the intensity of a person’s desire to engage in some activity. Motivation can be intrinsic or extrinsic. Extrinsic motivation refers to the external factors which can be measured in monetary terms e.g. salary and benefits, promotion and disciplinary. Extrinsic motivation has immediate and powerful effect but does not last long. Intrinsic motivation refers to external factors e.g. responsibility, freedom to act, scope to use and develop skills and abilities and challenging work and opportunities for development.  Intrinsic motivation lasts longer since they are concerned with quality of working life. Motivation can therefore be classified into financial and non financial.

2.3 Theoretical Literature Review
Many theories have been advanced to explain the link between motivation and employee performance but this study is grounded on two theories, the Two Factor Theory and The Expectancy Theory. 

2.3.1 Herzberg Two Factor Theory 
The Two Factor Theory was advanced by Frederick Herzberg in 1959. This study is grounded on this theory that has been explored by various scholars to explain the relation between workplace environment and employee performance. Herzberg defined two sets of factors in deciding employees’ working attitudes and levels of performance, named motivation and hygiene factors (Robbins and Judge, 2007). He stated that motivation factors are intrinsic factors that will increase employees’ job satisfaction; wile hygiene factors are extrinsic factors to prevent any employees’ dissatisfaction. The theory pointed out that improving the environment in which the job is performed motivates employees to perform better.

Herzberg’s theory concentrates on the importance of internal job factors as motivating forces for employees. He wanted to create the opportunity for employees to take part in planning, performing and evaluating their work (Schultz et al., 2010). The content of the theory has been widely accepted as relevant in motivating employees to give their best in organizations. Further research has proved that the employee is more motivated by intrinsic factors as captured by Herzberg’s motivator needs than anything else, Nanzushi  (2015).

2.3.2 Expectancy Theory
The expectancy theory was formulated by Vroom in 1964. The theory asserts that an employee will be motivated to exercise higher level of effort when they believe that effort will lead to good performance appraisal and good performance appraisal will lead to organizational rewards such as bonus, salary or promotion and that rewards will satisfy the employees’ personal goals. This theory is based on three concepts namely: Valence, expectancy and instrumentality. Valence refers to the outcome that an employee expects to obtain after accomplishing a certain goal. Expectancy refers to the expectations of employees that they will be able to accomplish a given task and therefore they deserve to get reward. Instrumentality is the faith by employee that the attainment of certain tasks will result in later rewards. According to Vroom, the decision to perform or not at the job by employees will depend on the level of motivation. 

Motivation level is influenced by valence, expectancy and instrumentality. The expectancy theory is used to predict the choices that individuals make among the different tasks. In addition the theory helps organizations to understand the importance of appreciating employees work and as result their employees will perform better and hence become more loyal to the organization. The expectancy theory is too simplistic in nature (Lawler, 1968). Since it assumes that when an employer increases financial rewards like bonus and salary, then will result in increase of employee productivity which is not true.

In addition, the theory only works when employees believe the rewards is beneficial to the immediate needs. Its predictive power might be low for complex tasks and uncertain environment. Though the theory only focuses on the extrinsic motivational factors and ignores intrinsic motivational factors which are also important (Wabba and House, 1974), it can be adopted to back up the study. This is because it is related to equity principles as shown below. Examples of different scholars who used expectancy theory are William (2010) who conducted a study on employee motivation and performance, Osabiya (2015) whose study looked at the effect of employees’ motivation on organizational performance and Baakeel (2018) who used the Expectancy Theory to Explain Performance Appraisal Elements and Employees' Motivation.
2.4 Empirical Literature Review
Most authors have publishes their findings about motivation and employee performance. This part explains various past studies in relation to the research.

2.4.1 Empirical Studies in the World
Aisha et al. (2013) conducted a study on the Effects of Working Ability, Working Condition, Motivation and Incentive on Employees Multi-Dimensional Performance. The study found out that, variables such as incentives, motivation and working conditions have a significant effect on employee performance in an Indonesian university. It is evident from the study that motivation plays a very vital role towards increasing performance of employees in general. Ajala (2012) studied on the influence of workplace environment on workers welfare performance and productivity in government Parastatals of On do State in Nigeria. The study findings showed that good communication networks attract and boost employee morale at workplace and hence improvements in performance.

Siddiq (2018) did a research on impact of working environment, compensation and motivation on the performance of employees in the insurance companies of Bangladesh and found that all the factors significantly create impact on the employees’ performance. This study is very important to the current study as it discusses different factors which affect employee performance. Both intrinsic and extrinsic variables have discussed in this paper. The current study intends to test both financial and non financial motivation packages.  A study conducted by Heng, (2012) revealed that if an organization fails to reward employees, it will decrease employee performance and that an efficient reward system can be a good motivator but inefficient reward system can lead to demotivation of employees in terms of low performance, internal conflicts, absenteeism, high turnover, lack of commitment and loyalty and lateness. Organizations therefore need to set up efficient reward systems that enhance employee performance leading to attaining organizational goals.

Sheilds and associates (2015) argued that rewards should be based on the differing needs of employees. The needs of some employees can be fulfilled by cash rewards while others are more interested in other incentives such as house, cars or paid holidays. A reward system should have an effective combination of both monetary and non-monetary rewards and incentives in order to satisfy the needs and expectations of employees. Makori et al, (2012) carried out a research on the influence of occupational health and safety programmers on performance of manufacturing firms in western Kenya. The results showed a positive Pearson correlation of 0.57 and 0.47 which means that there was a moderate positive relation between occupational health and safety programmes and organisations performance. 

Similar results were obtained by Dwomoh, Owusu, and Addo, (2013) who researched on the impact of occupational health and safety policies on employees’ performance in Ghana’s timber. The findings show the importance of non financial motivation on employee and organizational performance. Another study presented by Gong, Chang, and Cheung, (2010), showed that there are strong positive correlation between financial and nonfinancial rewards and motivation of employees. The authors also found a positive relationship and argued that high level of motivation leads to high level of job satisfaction among employees. When job satisfaction increases the perception of employees becomes positive about their success and achievement in the company. Their study showed that high level of job satisfaction as a result of motivation has positive impact on productivity of the employees, and their organisational commitment. 

The study conducted by Serwar and Abugre, (2013) showed that there is positive relationship between the rewards and job satisfaction in employees of service industry. They concluded that the positive relationship can be used by managers to maximise job satisfaction among employees through provision of adequate rewards. Increased job satisfaction motivates employees to strive to increase productivity with high level of efficiency and effectiveness. Using the interview approach, Waleys (2010), administered approximately 550 questionnaires to person employed at different industries. The questionnaire was divided into five subgroups, or categories based on: occupation, gender, income levels, employment status and age. 

Respondents were asked to rank 10 factors according to the level of importance each is in motivating them to perform best with the most important factor ranked 1 and the least important ranked 10th. The interview concluded with the following collective rank order by respondents: (1) Good wages (2) full appreciation of work done (3) job security (4) promotion (5) interesting work (6) company loyalty to employees (7) Good working conditions (8) tactful discipline (9) recognition (10) sympathetic help with personal problems. High payment has relationship with employee performance. 

This study has identified different factors which lead to employee performance. They include both intrinsic and extrinsic variables. The study is very important to the current study as it enriches it by providing the variables to be tested in the Tanzanian context and especially to the small and medium sized business firms. Adam (2013), conducted a study, which explained the effect of commitment and motivation on individual and how that contributes towards organization performance. The study found out that if employees perceive that their efforts are recognized by the organization, they feel motivated and the level of commitment will rise. 

This study intends to explore how motivation contributes the level of employee performance. According to Cannizzaro et al., (2017), once an organization wants to accomplish a task from workers, it will offer financial rewards along with extrinsic rewards. Organization makes sure to their employees for providing extrinsic rewards when job is properly done (Remi, 2011). Dahlqvist and Matsson (2013) asserted that motivation is a vital tool for increasing the performance of employees and retaining them for longer period in organization. High performance increases the firm’s status and position. Extrinsic motivation boosts the employees’ performance through good working condition, noble policies, security and reliable relations among peers (Emeka et al., 2015). 

According to Remi (2011), when employees are highly motivated, they tend to perform and feel interest and pleasure in their job. Security, effective supervision and reliable association among peers in the place of work are approved as important factors that play vital role in boosting performance of the organization. These findings are also supported by Shaikh , Pathan , and Khoso  (2018). Uzma (2011), conducted study on employee motivation on job performance. The purpose of his study was to determine the importance of employee motivation on Faysal Bank in Karachi, Pakistan. The study found out that 50% of the employees were not happy about their salary. That is to say salary was not given priority to employees, though employees were satisfied with their job security. There is a gap of financial incentives and fringe benefits. The study recommended intrinsic motivation factors to be improved for better employee performance. 

On the other hand, Thomas (2012) conducted a study on the effect of motivation on employee job performance. The purpose of his study was to analyze and determine the motivational package that influences the performance of employees at Ghana commercial Bank. The bank achieved its corporate goals as well as employee job performance simply because the company was using extrinsic motivation package which covers periodic enhanced salaries to employees, fringe benefits and promotions. The study stressed that intrinsic variables are also crucial in motivating employee hence better employee performance. Lastly, Manzoor (2012) conducted a study on the impact of employee motivation on organization effectiveness. The study found that two central factors empowerment and employee recognition for enhancing employee motivation which leads to organizational effectiveness.

2.4.3 Tanzania Related Studies
Bhatt (2011) studied the importance of employee motivation in Tanzania. The study found that well motivated employees are more productive, creative and more loyal staff. Also the success of every business depends on employee motivation. Using correlation and regression analysis, Buguza (2013) conducted a study on the Impact of Employee Motivation on Job Performance in Tanzania Banking Sector. The purpose of the study was to examine the impact of employee motivation in the banking sector. The study revealed that people use bank services to save their gain because they believe it is a secured place for keeping their money. The study also shows that salary increment has had an impact on job performance. It has made the employees to work hard and provide good services to its esteemed customers.

Ruge (2012), conducted a study on the impact of employees’ motivation on organization effectiveness. The regression analysis showed that there exists a positive relationship between employee motivation and organizational effectiveness. His findings were similar to those of Azar  & Shafighi , (2013) who indicated that one of the reasons for successfulness of employees and thus organizations is the presence of motivational factors at high degree in those organizations. 

Godfrey (2012), researched on Supply-related drivers of staff motivation for providing intermittent preventive for malaria during pregnancy in Tanzania. The findings provided that conditions related to staffing level, healthy infrastructure and essential supplies are among the key determinants or drivers of front line HWs motivation to deliver  ANC services in both private and public HFs. Lastly, Jagero et al (2012) researched on relationship between on the job training and employees performance in Tanzania. Regression and correlation analysis results confirmed that performance to a big extent depends on the training employees received 

2.5 Research Gap
Motivation is an internal state and force, which encourages the individual to take a specific action. What is considered to be important as a motivation for a particular individual or group may be not important for another individual or group. Mixed results have portrayed in earlier studies regarding extrinsic motivation and their influence on employee performance. This have been seen both in the theoretical and empirical literature review. Some previous studies displayed the insignificant impact of few extrinsic factors on workers’ performances such as Kuvaaset al., (2017), Field et al., (1974), Rahman et al., (2017), Cannizzaro et al., (2017). 

Whereas other studies portrayed the insignificant impact of all extrinsic factors on employees’ performance such as Mulkiet al., (2017), Houston (2010), Hyun  (2009), Gain et al., (2017). While other studies summarized the significant impact of all extrinsic factors on employees’ performance such as Casey et al., (2012), Yuan and Woodman (2010), Stella (2013), Parker et al., (2017), Bear et al., (2017), Ghanbahadur (2014). Recent study has revealed that all extrinsic factors are essential for improving employees’ performance. Hur, 2017; Chang and Teng, 2017; Sanjeev and Surya, 2016; Emeks et al., 2015; showed a positive and significant impact of hygiene factors for improving the employee satisfaction, talent and performance in the industry.  

Emeka et al., (2015) stated that all extrinsic factors enhanced motivation of employees which ultimately influenced positively to performance of workers in terms of productivity. According to Attrams (2013), extrinsic factors were playing a major role for increasing the employee performance in public and private sectors. Majority of organizations are competing to survive in competitive, volatile and fierce market environment. Motivation and performance of the employees are essential tools for the success of any organization in the long run Dobre  (2013). Most studies were conducted in government sectors, banks, industries. This study looks at the influence and effect of motivation on employee performance of business firms at Kinondoni municipal.

2.6 Conceptual Framework









Figure 2.1: Conceptual Framework
Source: Developed model by researcher,(2018)





















Creswell (2008) defines methodology as the systematic theoretical analysis of the methods applied to a field of study. This chapter therefore discusses various components of methodology that was used in the study. These include the research design, target population, data collection procedures and data analysis. 

3.2 Research Paradigm
Research paradigm is a broad view or perspective of something (Saunders et al; 2009). In this study, research paradigm was used to mean the way of examining social phenomena from which particular understandings of these phenomena can be gained and explanations attempted. This is a comparative study comparing between motivation and employee performance and therefore the researcher used a positivism research design. Positivism is the philosophy of science where information are derived from logical and mathematical treatment and reports of sensory experience. 

3.3 Research Design
Descriptive research design was used in collecting data from the respondents. The design is preferred because it is concerned with answering questions such as who, how, what, which, when and how much. This design uses both qualitative and quantitative data analysis. A descriptive study was carefully designed to ensure complete description of the situation, making sure that there was minimum bias in the collection of data and reduce errors in the interpretation of the data. Exploratory factor analysis, reliability analysis, and Multiple Regression are also used to interpret the data. 

Coefficients higher than 0.6 were considered acceptable, indicating reasonable internal consistency and reliability. According to Hair et al. (2006), the appropriateness for conducting factor analysis was assessed with Kaiser-Meyer-Olkin’s measure (KMO) and Bartlett’s sphericity test. Further, the criteria for the number of factors extracted and variables retained were based on eigenvalues, percentage of variance, significance of factor loadings and number of variables in the extracted factor.

3.4 Study Area
The study was conducted at Kinondoni. It includes the area from Mkwajuni to Morocco. SMEs around the area were given questionnaires to feel and their responses have been presented in chapter four.

3.5 Sample Size and Sample Design 
Stratified random sampling procedure was used to arrive at the sample of 100 employees who took part in the study. The researcher classified the employees into strata based on the job cadres. To arrive at the sample of the study, the researcher considered 10% of the total number of employees. This is in conformity with Mugenda and Mugenda (2003) who postulated that at least 10% of the accessible target population is appropriate for statistical reporting. 

3.6 Model
This research used the multiple regression analysis with the formula as the following: 
Y1 = β0 + βaXa+ βbXb+ є 
Y1: Dependent Variable, (employee performance)
β0: Y Intercept, the value of the Y when the entire X is equal to 0 
Xa – Xb: Independent Variables, financial motivation i.e Salary increment, Bonus, Transport allowance, House allowance, Lunch and breakfast and non financial motivation i.e Verbal and written rewards, , Vocational, promotion, Skill variety, Task identity, Task significance, Autonomy, Task feedback and Recognition
βa- βc: Regression coefficient associated with each variable 
Є: Random error in Y for the observation 

The result of the multiple regression model can be interpreted through the adjusted R square value, F-test and T-test. The adjusted R Square is the coefficient of multiple determinations. The F test is the test that measures whether the regression model can be used for the research, the value of the F-test significance generated from the SPSS should be lower than 0.05 % in order to be accepted. The T-test purpose is to determine the significance level of each independent variable towards the dependent variable, the value of the F-test significance generated from the SPSS should be lower than 0.05 %. 

Before doing the multiple regression analysis, validity and reliability tests are needed to make sure that the data can be used for the regression model. The validity and reliability was measured using the Cronbach Alpha value using Pearson Correlation Significance. This was also used by Hoffman (2010). The values of the Cronbach Alpha have to be on the acceptable range of 0.6 to 0.8. For data and result consistency, the assumptions of multiple linear regressions must be tested. These include;  

Normality test to measure whether the data error is being distributed normally or not. The normality test is using the P-Plot diagram, Histogram diagram processed through SPSS 13 and “Z” value of Kolmogorov Smirnov test processed with the SPSS 13. The value of Kolmogorov Smirnov unstandardized residual should be above 0.05. Homoscedasticity test is used to determine whether the regression model variance of the residual is the same in one observation with the other. This test is carried out by conducting the park test by changing the regression formula dependent variable into LN U2I while the independent variable remains the same. The formula for Park test is: 
LN U2i = β0 + βa Xa+ βb Xb+ Σ 
LN U2i: The value of the square residual value 
β0: Y intercept, the value of y when all X is 0
βa - βb: Regression coefficient associated with each X variable 
Xa – Xb: Independent Variables 

Autocorrelation test is used to measures whether the errors are independent or not. In this research it is measured by processing it with Durbin Watson value in SPSS 13. The formula of Durbin Watson according to Ghozali (2011) is Du < d < 4 – Du. Multicolinearity is the test that determines the possibility of co-linearity of the variable. The multicolinearity is measured with the tolerance and VIF value generated. The tolerance should be above 0.10 and the VIF should be under 10 in order for the regression analysis to be non-multicolinearity, (Tio , 2014) For the validity test result, all of the Pearson correlation significance level of each item in all variables is below 0.05 which means that the data gathered from the questionnaire can serve as the right indicator for the research. 

3.7 Validity and Reliability of Data
3.7.1 Validity
Data validity is concerned with whether the findings are really about what they appear to be about (Saunders et al, 2000). Validity encompasses the entire experimental concept and establishes whether the results obtained meet all of the requirements of the scientific research method. In order to ensure the validity of the data collected and the data collection instruments, efforts was made to supplement quantitative data with qualitative data so as to minimize biasness and distortions. Whenever possible the data gathered from the study area were counter checked at other possible sources. This helped to improve the level of validity and accuracy of data. 

3.7.2. Reliability
Reliability on the other hand is the extent to which data collection process yield consistent results (Ndanshau, 1996). The idea behind reliability is that any significant results must be more one-off finding and be inherently repeatable and that other researchers will be able to perform exactly the same experiment, under the same conditions and generate the same results. The instruments used were reliable and kept true and accurate time. Therefore, reliability is a necessary ingredient for determining the overall validity of a scientific experiment and enhancing the strength of the results. 
The Cronbach’s alpha which is the coefficient of internal consistency used as an estimate of the reliability were used to measure the reliability of the study. Reliability for the entire questionnaire and for the all variables was checked and chrombach’s alpha was used to prove whether the findings were reliable or not. As used by Shaban (2008), the rule of thumb that applies to most situations is 0.9 ≤α≤1.0 excellent, 0.8≤α<0.9 good, 0.7≤α<0.8 acceptable, 0.6≤α<0.7 questionable, 0.5≤α<0.6 poor and 0.0≤α<0.5 unacceptable. All the variables used in this research fulfilled the reliability test; the result of the Cronbach Alpha fulfilled the minimum value of 0.6 which can be seen in Table 3.1.
 
Table 3.1. Reliability results
S/N	Cronbach’s Alpha	Internal Consistency





Table 1. Reliability Variable 	Cronbach Alpha 	Reliable or Not Reliable 
Financial motivation and employee perfomance	0.904	Reliable 
Non financial motivation and employee performance	0.979 	Reliable 
Source: Research Data, 2019

3.8 Data Collection
 Primary data was obtained through semi-structured questionnaire. This method allows for the respondents to receive the same set of questions in exactly the same manner. According to Mugenda and Mugenda (2003) open-ended questions are simple to formulate and flexible. The questionnaire had part A that consisted of the general information about the employees. Part B- D consisted of information on Factors of Workplace Environment and their effect on Employee Performance

3.10 Data Analysis
 Descriptive statistics which includes frequencies, mean, standard deviation and percentages was applied to establish patterns and trends for easy understanding and interpretation of the findings. Multiple Regressions, Kaiser-Meyer-Olkin’s measure (KMO) and Bartlett’s sphericity test results were generated for analysis using SPSS.

3.11 Ethical consideration
Ethical refer to moral principles and the guiding conduct that held by a group or even a profession Wellington (2000). Permission to conduct this research was requested from the coordinator and supervisor of the research and publication department at the Open University of Tanzania. Moreover, written consent sought from the teachers. In addition, the researcher informed the respondents on the aim of the study and need for their voluntary participation. 

3.12 Chapter Summary 
This chapter described on the research philosophy, research design, study area, targeted population, sampling techniques, data collection methods,  reliability and validity, as well as ethical consideration and finally limitation of study and areas for further study.

CHAPTER FOUR
DATA ANALYSIS, RESULTS AND DISCUSSION
4.1 Chapter Overview
This section covers data analysis, results, response rate, demographic characteristics of the respondents and discussions of the study in reference with the research objective and research methodology. 

4.2 Response Rate
 A total of 120 questionnaires were issued. Out of these questionnaires 100 were returned duly completed. This represents 83.3% response rate. This was considered a representative sample for further studies according to Mugenda and Mugenda (2003) who report that a rate of 50% and above is acceptable.

4.3 Demographic Characteristics 
This section presents the demographic characteristics of the respondents. The demographic characteristics considered in the study were gender, age, level of education, job title, and marital status of the respondents. The findings are as indicated in Table 4.1. 
 




































Source: Field Data, (2019)
4.4 Financial Motivation and Employee Performance
The Likert-type scale was used to rate their responses on a 5 – point scale ranging from 4 = Strongly Agree to 1 = Strongly Disagree. Respondents were asked to rank their level of agreement or disagreement with the independent variable on how they affect the dependent variable.  The independent variable was motivation while the dependent variable was employee performance. The reliability statistics for financial motivation variables was 0.904 which indicated an excellent reliability of the data and the obtained results. Table 4.2 shows the reliability results.

Table 4.2: Reliability Statistics
Cronbach's Alpha	N of Items
.904	7
Source: Field Data, (2019)






Bonus can lead to employee performance	1.000	.922
Transport allowance can lead to employee  performance	1.000	.968
House allowance can lead to employee performance	1.000	.913
Lunch and breakfast can lead to employee performance	1.000	.921
Salary increment can lead to employee performance	1.000	.929
Financial motivation can lead to employee performance	1.000	.834
There is a positive relationships between financial motivation and employee performance	1.000	.993
Extraction Method: Principal Component Analysis.
Source: Field Data, (2019)
The KMO and Bartlett’s Test was used. It indicates the proportion of variance in the variables that might be caused by the underlying factors. Higher values close to 1.0 generally indicate that a factor analysis may be useful with the data. Factor loading using the rotated component matrix was also used. The findings shows that all the communalities are greater than 0.4 with the highest being .993. The findings also are statistically significant at 0.000. Refer to the community findings in the table 4.4. The findings also indicated that the KMO was 0.900 which is close to 1. Table 4.4 below indicates the findings of the study. 

Table 4.4: KMO and Bartlett's Testa
KMO and Bartlett's Testa
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.	.900
Bartlett's Test of Sphericity	Approx. Chi-Square	671.846
	Df	45
	Sig.	.000
a. Only cases for which There is a positive relationships between financial motivation and employee performance = Agree are used in the analysis phase.
Source: Field Data, (2019)

The multiple regression analysis was conducted and the findings revealed that the relationship between the combination of independent variables in the model and the dependent variable is strong. It is seen from the R Squared which is 0.866 and the Adjusted R Square is 0.856. The Adjusted R Square is taken into consideration and not the R Squared. The number of 0.856 means that the independent variables are able to explain employee’s performance by 85.6% and the rest for about 14.4% factors that affect the employee’s performance is explained by other factors that are not included in the model. This Adjusted R Squared shows that the model is goodness of fit, since the minimum value of Adjusted R Squared must be above 70%. The findings further shows that the findings are statistically significant since F=0.000. This also means that independent variables used in the model affects the dependent variable. Table 4.5 shows the multiple linear regression results.

Table 4.5: Model Summary
Model	R	R Square	Adjusted R Square	Std. Error of the Estimate	Change Statistics
					R Square Change	F Change	df1	df2	Sig. F Change
1	.931a	.866	.856	.12819	.866	85.173	7	92	.000
Source: Field Data, (2019)

The findings and especially the descriptive shown that financial motivation plays a vital role to employee performance. Employees strongly agreed that financial motivation packages lead to employee performance.

4.5 Non Financial Motivation and Employee Performance
Respondents were asked to indicate their level of agreement or disagreement with the statements which related non financial motivation and employee performance. The independent variables included Verbal and written rewards , Vocational, promotion, Skill variety, Task identity, Task significance, Autonomy, Task feedback, and Recognition while the dependent variable was employee performance.
The reliability statistics indicated a strong and excellent reliability of the findings for the 11 items that were measure. Table 4.6 below shows the reliability results.

Table 4.6: Reliability Statistics
Cronbach's Alpha	Cronbach's Alpha Based on Standardized Items	N of Items
.979	.986	11
Source: Field Data, (2019)





Skill variety can lead to employee performance	1.000	.928
Task identity can lead to employee performance	1.000	.864
Task significance can lead to employee performance	1.000	.796
Employees autonomy can lead to employee performance	1.000	.959
Task feedback can lead to employee performance	1.000	.865
Employees recognition can lead to employee performance	1.000	.854
Vocational travel can lead to employee performance	1.000	.728
Promotion can lead to employee performance	1.000	.856
Verbal and written rewards can lead to employee performance	1.000	.868
Non financial motivation can lead to employee performance	1.000	.924
Extraction Method: Principal Component Analysis.
a. Only cases for which There is a positive relationships between financial motivation and employee performance = Agree are used in the analysis phase.
Source: Field Data, (2019)

Table 4.8: KMO and Bartlett's Testa
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.	.915
Bartlett's Test of Sphericity	Approx. Chi-Square	1312.295
	Df	136
	Sig.	.000
Source: Field Data, (2019)

The findings show that all the communalities are above 0.6 with the highest being 0.959. This implies that employee autonomy has a more significant effect in explaining employee performance than all other factors. The KMO results are also excellent at 0.915. The findings imply that non financial motivations are necessary in explaining employee performance. The multiple linear regression analysis was also conducted and the results are as indicated in table 4.9 

Table 4.9: Model Summary
Model	R	R Square	Adjusted R Square	Std. Error of the Estimate	Change Statistics
					R Square Change	F Change	df1	df2	Sig. F Change
1	.981a	.963	.960	.25219	.963	262.727	9	90	.000
Source: Field Data, (2019)












SUMMARY, CONCLUSION, AND RECOMMENDATIONS
5.1 Introduction 
This chapter gives a summary of the findings, conclusion, limitations and recommendations of the study. It also highlights suggestions for further research.

5.3 Conclusion 
The conclusion is derived from the research objectives which are accordingly listed below: The general objective of the study was to assess the effects of motivation on employee performance for medium sized business firms in Kinondoni. In order to assess the main objective, three specific objectives were used as below;

Objective One: To examine the effects of financial motivation on organization performance
The findings indicated that most respondents agreed that financial motivation variables such as Bonus transport allowance, house allowance, lunch and breakfast, and salary increment affects employee performance. The findings implies that the null hypothesis should be rejected and the alternative hypothesis be considered since the findings were statically significant at p=0.000 which is less than p=0.005.

Objective Two: To find out the effects of non financial motivation  on organization performance
The findings also revealed that non financial variables such as skill variety, task identity, task significance, employees autonomy, task feedback, employees recognition, vocational travel, promotion and verbal and written rewards affects employee performance. The null hypothesis is rejected and the alternative hypothesis is considered since the findings are statistically significant at p=0.000. 

Objective Three: To find out the relationship between motivation and organizational performance
The findings on this specific objective revealed that the motivated employees and lead to organizational performance. A higher percentage of the respondents agreed that both financial and non financial motivation can lead to employee performance.

5.2 Policy Recommendations
The study has indicated clearly that motivation leads to organizational performance. The organization must create motivating reward systems in order to improve the performance of its employees. Both financial and non financial motivation packages are very important in improving employee and organizational performance.

 5.3 Areas for Further Research
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My name is KIPELENGA, January Kipeta, MHRM student at the Open University of Tanzania. I am carrying out a research titled, “ASSESSMENT O THE EFFECTS OF MOTIVATION ON EMPLOYEE PERFORMANCE. It is for partial fulfillment of the requirement of Master of Human Resources Management. You are therefore requested to fill this questionnaire and the information given will be confidential and will only be used for academic purposes. Your contribution to this study is highly valued and appreciated.

PART A: GENERAL INFORMATION (Please, fill the blanks and Cycle (©) where applicable)
1.	Job title (1) owner (2) manager (3) sales person (4) accountant 
2.	Department…………………………………………..
3.	Gender (1) Male         (2) Female
4.	Age group (1) 20-30    (2)  31-40  (3) 41-50 (4) above 50
5.	Level of education (1) Primary education (2) Secondary education (3) College Education (4) University Education. lambert fulgence

PART B: Financial motivation and organizational performance
1.	Bonus can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
2.	Transport allowance can lead to employee  performance
(1)Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
3.	House allowance can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
4.	Lunch and breakfast can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
5.	Salary increment can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
6.	Financial motivation can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
7.	There is a positive relationships between financial motivation and employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree

PART C. Non Financial Motivation and Organization Performance
1.	Skill variety can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly disagree
2.	Task identity can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
3.	Task significance can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
4.	Employees autonomy can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
5.	Task feedback can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
6.	Employees recognition can lead to employee performance
(2)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
7.	Vocational travel can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
8.	Promotion can lead to employee performance
(3)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
9.	Verbal and written rewards can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
10.	Non financial motivation can lead to employee performance
(1)	Strongly Agree (2) Agree (3) Neutral (4) Disagree (5) Strongly Disagree
11.	There is a positive relationships between non financial motivation and employee performance
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